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EXPLORING IDENTITY AND CHANGE IN NONPROFIT ORGANISATIONS: AN 
EMPLOYEE-LEVEL PERSPECTIVE  
 
ABSTRACT 
This paper addresses the crucial issue of how nonprofit employees respond to organisational 
change. After noting the lack of empirical work on nonprofit organisations and organisational 
change, we report on part of a larger research project addressing how nonprofit employees 
cope with identity shift (such as from a community identity to a corporate identity). A survey 
of 181 nonprofit employees reveals that being open to change is easier for those who possess 
a corporate identity and more difficult for those who maintain a community identity. The 
scale of change matters; with incremental change significantly and negatively related to 
openness to change. The qualitative analysis suggests that nonprofit employees in this sample 
struggle with identity shift and that group identity acts as a buffer to the potential strain 
associated with managing the change in nonprofit organisations. Implications for management 
of nonprofit employees are discussed in light of these findings.  
 
Keywords:  Organisational change, Resisting change 
INTRODUCTION 
In a recent overview of organisational research within the nonprofit sector, Lewis (2005) 
notes that debate rages on the issue of whether nonprofit organisations should become more 
business-like and adopt professional corporate identities. This debate centres on a critical 
process of identity shift and represents an important direction for organisational change 
scholarship. This paper presents the findings of an investigation of identity and change-related 
attitudes in an Australian human services nonprofit organisation.  
 
Organisational Identity Change and Nonprofit Organisations 
Within the literature on nonprofit organisations, identity and change-related research 
has largely been neglected. This is interesting given that various facets of organisational 
identification have been shown to positively predict job satisfaction (van Knippenberg & van 
Schie 2000) and intentions to stay (Mael & Ashforth 1992; van Knippenberg & van Schie 
2000) in other sectors (such as the private and public sectors). These findings provide a 
reason for nonprofits to consider identity with respect to potential change that the organisation 
might experience. For instance, if the organisation is changing its identity and it is not an 
identity that the employee is comfortable with, then the change may provide significant risks. 
Eriksson (2004) studied an organisation that had spent considerable time trying to change its 
corporate image. As a result of the change efforts, employees exhibited signs of depression, 
reduced trust in the organisation and a pessimistic view of the future. Thus, the need to 
consider employee identity is substantial.  
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  We initiated an early scoping phase of this research project, and interviewed two 
long term members of the nonprofit sector to ascertain what the salient research questions 
were in practice. One important direction identified was the coping strategies required by 
employees in managing the changes in the sector over time. Interestingly, there was no 
mention of shifting the identity in these interviews. As such, the identity of most employees 
was reported to be more humanistic—in line with the vision and mission of the organisation 
and thus helping the community and providing human services. It seemed that while changes 
were occurring at the macro levels, for instance policy and legislative frameworks, the 
employees were resisting an accompanying change in identity. 
As neo-liberal policy frameworks thrive, the welfare state weakens, and nonprofit 
organisations must transform into commercial-like and professional entities to secure 
continued funding. This means a deliberate focus on identity and shifting identities of the 
nonprofit employee from a normative system (such as humanistic identity) to a utilitarian 
system (such as a corporate identity). Much of the organisational identity literature is founded 
on an implicit (if not explicit, see Pratt & Foreman 2000) managerialist perspective whereby 
it is assumed that management can and should influence the identification process. It is 
evident there is a strong body of research suggesting that success in organisational change is 
dependant on identity shift (Anderson 2005; Beech & Johnson 2005; Brilliant et al. 2004; 
Brown, Humphreys & Gurney 2005; Chreim 2002; Jabri 2004; Kuhn & Nelson 2002; Meyer, 
Bartunek & Lacey 2002). However, this assumes that the gap between the existing employee 
identity and the managers’ preferred identity template is small, and that identity shift is 
possible. It also represents a teleological view of change in that identity is a fixed entity, 
whereby it is possible to identify distinct and enduring values belonging to a singular identity, 
and that ‘identity shift’ implies a deliberate and conscious decision to create a new 
organisational identity with new and preferred values (Barney et al, 1998). Contrary to this 
view is the process perspective of identity. This perspective suggests that identification is an 
active process that employees engage in through sensemaking and negotiation (Chreim, 2002, 
Gioia, Schultz & Corley, 2000). In adopting an ontological position in this study we were 
guided by the informants in the early scoping phase of the research. There was no 
acknowledgement of the dynamics suggested by the processual perspective – as employees 
their experience suggested that they identified with a distinct set of enduring values 
(humanistic, compassion and community), and organisational change require a shift to an 
identity that adopted corporate values such as efficiency, profitability and control. 
Some suggest that such identity shift is sustained only through incremental change 
(Fox-Wolfgramm, Boal & Hunt 1998). Using Gersick’s (1991) Punctuated Equilibrium 
model, Fox-Wolfgramm et al. (1998) found that radical shifts in the identity of employees in 
banking organisations adapting to new legislature was compromised and met with various 
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 forms of resistance. The banks that experienced only incremental change, (because the new 
identity was already existing in some form of the organisational identity), were able to sustain 
the change over time. In the instance of managers of nonprofits seeking to influence the 
identification process of nonprofit employees, it may be that the identity shift being 
encouraged is simply too large to accommodate (i.e., from humanistic to a more corporate 
identity). The resulting dissonance between the existing identity template and the new 
proposed identity template may manifest in a number of detrimental employee outcomes. 
Whilst the literature has noted the potential for workplace strain and negative effects 
of identity shift (Carr 2001; Corley & Gioia 2004; Eriksson 2004), there is little in the way of 
studies to guide us on understanding how to manage the strain of this form of organisational 
change. From an organisational identity perspective there is support for the proposition that 
individuals are likely to oppose changes that are inconsistent with a sense of their 
organisational identity (Chriem 2002; Huy 1999). Yet, this is not explored in nonprofit sector 
and, as a result, two related research questions are proposed.  
      Research Question 1: How does organisational identity impact on openness to change? 
Fox-Wolfgramm et al. (1998) suggested that the scale of change is important, that is smaller 
shifts in identity are easier to accommodate than large changes. As a result, one further 
research question is posited with respect to the scale of change.  
Research Question 2: To what extent does the scale of change in nonprofits influence        
employee openness to change? 
METHOD 
In order to answer these questions, this study employs a single case study methodology, using 
both quantitative and qualitative data collection methods. This paper reports on the findings 
from the first survey which included both quantitative questions and open-ended questions 
designed to elicit qualitative comments.  
 
Participants and Organisations  
The study participants were drawn from the employees from one Australian human services 
nonprofit organisation (N = 181; response rate 30%). The organisation’s primary charter is 
provide support and care for children and families in need, and as such the employees are 
engaged in crisis care, accommodation provision, and counselling. Respondents included 41 
males and 140 females with ages ranging from 20 to 64, M = 42.19, SD = 11.26. The gender 
bias was compared to the organisation’s human resources records and found to be 
representative of the organisation. The main activity in the respondent’s role was direct client 
contact (53%), administrative support (10.4%), team leader (15.9%) and management 
(12.1%). 
Procedure 
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 Employees were informed that a survey of employees was taking place one month prior to 
distribution. Email reminders were sent to all employees encouraging participation in the 
survey prior to distribution, and one week into the two week survey period. Employees 
received their questionnaire in an unmarked envelope containing the survey, an information 
sheet, and a reply-paid envelope. Upon completion, and to ensure confidentiality, employees 
returned the survey in the reply paid envelope directly to the researchers.  
Quantitative Measures 
Data were collected using an instrument that assessed identification, and organisational 
change experiences and attitudes. 
Organisational identification. Three items were adapted from Mael’s (1988) 
measure of organisational identification for this study. An example item is ‘I feel a strong 
sense of belonging to the organisation’ was rated from 1 (strongly disagree) to 5 (strongly 
agree).  
Corporate identification. Three items were adapted from Mael’s (1988) measure of 
organisational identification to assess corporate identification. An example item is ‘this 
organisation is characterised by the same commercial principles that I also hold’ was rated 
from 1 (strongly disagree) to 5 (strongly agree).  
Community identification. Three items were adapted from Mael’s (1988) measure of 
organisational identification for this study. An example item is ‘When someone praises this 
organisation’s approach to providing community services I take the compliment personally’ 
was rated from 1 (strongly disagree) to 5 (strongly agree).  
Incremental change. Incremental change was assessed using a 3-item scale adapted 
from Rafferty (2003). An example item included ‘Minor changes in your work requirements’ 
with responses rated from 1 (strongly disagree) to 5 (strongly agree).  
Large change. Incremental change was assessed using a 3-item scale adapted from 
Rafferty and Griffin (2006). An example item included ‘‘Big’ changes affecting the structure 
and power relationships’ with responses rated from 1 (strongly disagree) to 5 (strongly 
agree).  
Openness to change. Openness to change was assessed using a 5-item scale with the 
items drawn from Daley (1991), Jones and Bearley (1986) and Tagliaferri (1991). An 
example item included ‘Right now I am somewhat resistant when changes are proposed’ with 
responses rated from 1 (strongly disagree) to 5 (strongly agree).  
 Negative affectivity. Watson and Pennebaker (1989) reported that negative 
affectivity can potentially act as a ‘nuisance’ variable; especially in cross-sectional 
research that is based on single-source measures (see also Williams, Cote & Buckley 
1989). Negative affectivity was assessed using an 11-item scale developed by Agho, 
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 Price and Mueller (1992). Items include ‘I am too sensitive for my own good’ and 
were rated on a 5-point Likert scale from 1 (not at all) to 5 (all the time). Analyses in 
this study were conducted with and without negative affectivity as per Spector (2006), 
in order to control for potential effects of common method variance.  
Analysis 
Table 1 displays means, standard deviations, zero-order correlations, and Cronbach’s 
(1951) alpha (reliability coefficients) for the focal variables reported in this paper. Inspection 
of correlations reveals that all correlations are below .59 indicating that multicollinearity was 
not a threat to analyses. With exception of Community Identification, all alpha coefficients 
are about the threshold of .70.  
The correlations relevant to this study revealed that organisational, corporate, and 
community identity constructs were significantly and positively related. Large and 
incremental changes were negatively related to corporate identification, r = -.15, p < .05, and 
r = -.27, p < .001, respectively indicating that those with a higher corporate identity generally 
reported lower levels of large and incremental change. As expected, incremental change was 
positively related to large change, r = .24, p < .001. Openness to change was significantly 
positively related to higher organisation and corporate identity (r = .17, p < .05, and r = .24, p 
< .05, respectively). Openness to change was also negatively related to incremental change, r 
= -.17, p < .05, indicating that a greater openness to change was related to lower perceived 
incremental change.  
Table 1 Descriptive data for focal variables 
 Variables Mean (SD) 1 2 3 5 6 7 
1 Organisational identity 
2.88 
(0.79) (.75)      
2 Corporate identity 
2.56 
(0.78) .59
** (.73)     
3 Community identity 
3.18 
(0.67) .54
** .55** (.60)    
5 Large change 3.37 (0.96) -.12 -.15
** -.03 (.81)   
6 Incremental change 
3.64  
(0.78) -.06 -.27
** -.01 .24** (.79)  
7 Openness to change 
3.56 
(0.61) .17
** .24** .04 -.14 -.17** (.77) 
 Note. Cronbach’s (1951) alpha coefficients appear in the diagonal. ** p < .05. 
With respect to Research Question 1, hierarchical multiple regression was conducted 
in order to investigate the effect of identification on employee openness to change. The 
control variable (negative affectivity) were entered on Step 1 followed by identification 
variables on Step 2. As per Table 2, the results revealed (after partialling out the effects of 
 6
 negative affectivity) that entry of the identification variables accounted for a significant 
increment in variance on openness to change, R2 ch. = .03, F(3,161) = 4.12, p < .05. As can be 
seen from Table 2, corporate identification was related to greater openness to change, β = .26, 
p < .05, and community identification was related to poorer employee openness to change, β 
= -.18, p < .05. Organisational identification as a construct did not significantly predict 
employee openness to change, β = .11, ns. 
 
Table 2: Hierarchical multiple regression analyses showing main effects of 
organisational identification on employee openness to change 
Predictors   
Openness to 
change 
β 
Step 1 – Control Variables   
Negative affectivity    -.17** 
R2 Change   .03** 
Step 2 – Identification variables   
Organisational identity   .08 
Corporate identity   .26** 
Community identity   -.18** a 
R2 Change   .07** 
a significant at p < .07 when negative affectivity not included as a covariate. 
* p < .075; ** p < .05; *** p < .001. 
 
With respect to Research Question 2, hierarchical multiple regression analysis was 
conducted to assess the degree that incremental and large change predicted employee self-
reports of openness to change. Negative affectivity was entered on Step 1 followed by change 
variables on Step 2. As per Table 3, the results revealed (after partialling out the effects of 
negative affectivity) that entry of the change variables accounted for a significant increment 
in variance on openness to change, R2 ch. = .03, F(2,164) = 2.92, p < .05. As can be seen from 
Table 3, incremental change was significantly related to lower ratings of openness to change, 
β = -.15, p < .05. On the other hand, large change did not significantly predict openness to 
change, β = -.07, ns.  
Table 3: Hierarchical multiple regression analyses showing main effects of 
organisational change on employee adjustment outcomes 
Predictors   
Openness to 
change 
β 
Step 1 – Control Variables  
Negative affectivity    -.17** 
R2 Change   .03** 
Step 2 –Change Variables  
Incremental change   -.15** a 
Large change   -.07 
R2 Change   .03** 
a significant p < .07 when negative affectivity not included as a covariate. 
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 * p < .075; ** p < .05; *** p < .001. 
 
 So in summary, the statistical analysis revealed a higher corporate identity positively 
predicted self-reported openness to change, and a community identity negatively predicted 
openness to change. The organisation’s change context consisted of both large and 
incremental changes. Incremental change significantly and negatively predicted openness to 
change. In general, these relationships remained relatively stable with or without the entry of 
negative affectivity as a covariate, with significance only minimally changing.  
Qualitative Analysis 
Open text boxes were included in the survey so that employees could elaborate on the 
questions asked. Of the 30% response rate (185), 101 contained qualitative comments within 
the text boxes which generated a database of 7,900 words. The use of capital letters, 
exclamation marks and underscoring hinted at the deep engagement with the issue and the 
salience of the study. We broke this down to coherent and related statements in order to code 
the content and retained 242 statements for analysis. We used Strauss and Corbin’s (1990) 
coding procedures to divide the statements into six general categories (coping, change, 
identity, values, workplace and other). Within these categories we conducted frequency 
counts of repeated words or themes to determine significance or alternative views. 
Qualitative Findings 
Despite the appearance of no significant incongruence between community and corporate 
identity, the qualitative comments suggested that within pockets of the organisation, many 
were finding the move to adopting a more corporate identity difficult.  
I share [organisation]'s humanistic/ community service values & (although I'm not 
excited by it) I understand the importance of the increasing corporate aspects. But I'm 
embarrassed when the balance shifts and we get so tied up in the corporate aspects that 
the community service values are overridden. 
(#60, Female, 29 y.o) 
 
It was interesting to note that local identification (for example, with a group, site, or peers) 
appeared to act as a buffer to the strain of managing the hybrid identity and was perhaps a 
moderator of employee outcomes such as turnover.  
I have a strong connection with the people in our team and other colleagues---but not 
the organisation as a whole. If it were not for our team in particular---I would have left 
a long time ago, as I hold strong ethical values on humanitarian values and honestly, 
make a conscious choice in many aspects (as many as I can) to not go with the 
corporatisation way of the world.  
(#48, Female, 32 y.o) 
 
 
 8
  It appeared that the employees associated the corporate identity with head office (eg the 
necessity of budgets and corporate logos), however needed the identification with the local 
unit to provide their own welfare needs (for instance, morale, support, commitment). It was 
the employees’ commitment and identification with their work group or site that led to the 
high levels of job satisfaction and low intention to leave. When this was missing, the strain 
becomes evident.  
It is the culture of care and support in the face of significant ongoing organisational 
change in the office in which I work that makes a difference to my working life. My 
loyalty therefore is to the peers I work with who know and respect my work and I theirs. 
(#71, Female, 58 y.o) 
 
 
DISCUSSION 
 
The results revealed that those who identify with the corporate identity (an identity focussed 
on responding to environmental changes such as new legislation, corporate image 
development, and increased stakeholder responsibility) are more open to change. However, 
those who identify with the community identity (an identity that is more client-focused) are 
less open to change. Several discussion points arise from this result. First, for nonprofit 
organisations engaging in change, it might be better to initiate the change activities with those 
that can be characterised as having a higher corporate identity in order to gain traction in the 
change program. These employees appear to be more ready to accept and deal with the 
change.  
Second, the results also imply that the organisation will need to employ sophisticated 
change management techniques (beyond simple information provision and increased 
communication). We were afforded some insight into the depth of emotions attached to this 
issue with the qualitative comments and those characterised by a higher community identity 
especially, will have difficulty with changing to a corporate identity, and for seemingly good 
reasons. The results imply that those with a higher community identity may view change as 
being against the clients’ interest, or unnecessary. The qualitative comments suggest the 
former; that the changes and corporatisation of the organisation are to the detriment of the 
community purpose. However, nonprofit organisations can only serve their client base if they 
are effective and effectiveness in this environment means being more innovative and clever 
with reduced funding or finding ways to increase revenue. Clearly, this represents a tension 
that needs to be explored through constructive dialogue. When we advocate constructive 
dialogue, we use the term in keeping with David Bohm’s (1996) as it represents a concerted 
effort to engage in a mutually respectful process of inquiry and discovery. Too often dialogue 
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 is used as a euphemism for persuasive communication, or a form of manipulation. This is not 
our intent in this recommendation.  
We are provided a clue to the impact of the changes the employees are going through 
when the results to Research Question 2 reveal that it is the incremental changes are making 
the employees less open to change. This could differ slightly from Fox-Wolfgramm et al. 
(1998) for at least two reasons. First Fox-Wolfgramm et al.’s (1998) study used different 
methods (grounded theory) and resulted from six case studies; our findings come from survey 
data with statistical analysis employed to test hypotheses and research interests. Second, our 
questions on scale were not specifically about identity change, they included items about 
structural and political change. Nevertheless, our findings are understandable given the 
moderately high levels of frequency of change in the organisation – if the employees are 
being subjected to multiple and constant small changes that do not particularly make a 
difference to their clients, they will potentially suffer in terms change overload (Corley & 
Goia 2004) and be less open to future change as it does not appear to be having any 
favourable impact.  
Limitations 
A number of limitations may be noted with respect to this study. First, as indicated in 
Table 1, the alpha coefficient for Community identity was .6. In the initial survey we had 
worded this item as community identity; however it was later changed to humanistic in 
discussion with the management of the organisation. It may be that the variable would have 
had higher construct validity if we used the word community.  
Second, at the time of survey construction we did not consider the importance of 
group identity. Future survey research should endeavour to assess identity at the individual-, 
workgroup-, and organisational levels to further explore identity relationships.  
Methodologically, this study was cross-sectional, and it is important to note that 
unstable occasion factors (for example, mood states and dispositional variables) can make the 
results of cross-sectional studies in the area of employee attitudes difficult to interpret (see 
Podsakoff & Organ 1986). A longitudinal design will enable reduction of common method 
variance and investigate the relationships over time. Further, this study investigated research 
questions based on individual perceptions. It is suggested that future research consider 
conducting individual-, workgroup-, and organisational-level analyses, affording the 
opportunity to compare the meaning of the results from multiple perspectives. Lastly, this 
study used a single case study which limits the generalisability of these findings. Thus, future 
research should consider expanding the sample in which the present research questions are 
investigated.  
 10
 Conclusion 
This paper has contributed to the knowledge domain on organisational change by examining 
how the issue of identity shift impacts on nonprofit employees. From a functionalist 
perspective, being open to change is easier for those who possess a corporate identity and 
more difficulty for those who maintain a community identity. The scale of change matters 
with incremental change significantly and negatively predicted openness to change. However, 
as a post-script to the debate between process versus fixed entity perspective of identity 
change, at the time of responding to reviewers comments on this paper, the longitudinal 
results and data from the qualitative inquiry suggests there may be more merit for this 
organisation in viewing identity shift as a process.  Certainly, in considering the matter of 
identity shift, we suggest that the role of group identity may be more important than 
previously thought to the pressing matter of managing this change process. 
 11
 References 
Agho AO, Price JL & Mueller CW (1992) Discriminant validity of measures of job 
satisfaction, positive affectivity and negative affectivity, Journal of Occupational and 
Organisational Psychology 65: 185-196. 
Anderson DL (2005) "What you'll say is . . .": represented voice in organisational change 
discourse, Journal of Organisational Change Management 18(1): 63. 
 
Beech N & Johnson P (2005) Discourses of disrupted identities in the practice of strategic 
change: The mayor, the street-fighter and the insider-out, Journal of Organisational 
Change Management 18(1): 31. 
 
Brilliant E & Young DR (2004) The changing identity of federated community service 
organisations, Administration in Social Work 28(3,4): 23. 
 
Bohm, D. (1996). On Dialogue (R. Smith, Trans. 2nd ed.). London: Routledge. 
 
Brown AD, Humphreys M & Gurney PM (2005) Narrative, identity and change: a case study 
of Laskarina Holidays, Journal of Organisational Change Management 18(4): 312. 
 
Caplan RD, Cobb S, French JRP Jr., Harrison RV & Pinneau SR Jr. (1980) Job Demands and 
Worker Health: Main Effects and Occupational Differences, Institute for Social 
Research, University of Michigan. 
Carr A (2001) Understanding emotion and emotionality in a process of change, Journal of 
Organisational Change Management 14(5): 421. 
 
Chreim S (2002) Influencing organisational identification during major change: A 
communication-based perspective, Human Relations 55(9): 1117. 
 
Corley KG & Gioia DA (2004) Identity, ambiguity and change in the wake of a corporate 
spin-off, Administrative Science Quarterly 49(2): 173. 
 
Daley DM (1991) Management practices and the uninvolved manager: The effect of 
supervisory attitudes on perceptions of organizational trust and change orientation, 
Public Personnel Management 20: 101-113. 
 
Eriksson CB (2004) The effects of change programs on employees' emotions, Personnel 
Review 33(1): 110. 
 
Fox-Wolfgramm SJ, Boal KB & Hunt JG (1998) Organisational adaptation to institutional 
change: A comparative study of first-order change in prospector and defender banks, 
Administrative Science Quarterly 43(1): 87. 
 
Fried Y, Tiegs RB, Naughton TJ & Ashforth BE (1996) Managers' reactions to a corporate 
acquisition: A test of an integrative model, Journal of Organisational Behavior 17: 
401-427. 
Gersick CJC (1991) Revolutionary change theories: A multilevel exploration of the 
punctuated equilibrium paradigm, Academy of Management Review 16: 10-36. 
 
Gioia, D.A., Schultz, M. and Corley, K., 2000. Organizational identity, image, and 
adaptive instability. Academy of Management Review 25 1, pp. 63–81 
 12
  
Goldberg DP (1972) The Detection of Psychiatric Illness by Questionnaire, Oxford 
University Press, London. 
Goldberg DP & Williams P (1988) A User's Guide to the GHQ, NFER-Nelson, Windsor. 
Golden-Biddle K & Rao H (1997) Breaches in the boardroom: Organisational identity and 
conflicts of commitment in a nonprofit organisation, Organisation Science 8(6): 593. 
 
Huy QN (1999) Emotional capability, emotional intelligence, and radical change, The 
Academy of Management Review 24(2): 325. 
 
Jabri M (2004) Change as shifting identities: a dialogic perspective, Journal of 
Organisational Change Management 17(6): 566. 
 
Jones JE & Bearley WL (1986) Organisational change readiness survey. King of Prussia, PA: 
Organisation Design and Development. 
 
Kuhn T & Nelson N (2002) Reengineering identity, Management Communication Quarterly: 
McQ 16(1): 5. 
 
Lewis L (2005) The civil society sector: A review of critical issues and research agenda for 
organisational communication scholars, Management Communication Quarterly: MCQ 
19(2): 238. 
 
Mael FA (1988) Organisational identification: Construct redefinition and a field application 
with organisational alumni. Unpublished doctoral dissertation, Wayne State University, 
Detroit. 
Meyer JP, Bartunek JM & Lacey CA (2002) Identity change and stability in organisational 
groups: A longitudinal investigation, International Journal of Organisational Analysis 
10(1): 4. 
 
Podsakoff PM & Organ DW (1986) Self-reports in organisational research: Problems and 
prospects, Journal of Management 12: 531-544. 
Pratt MG & Foreman PO (2000) Classifying managerial responses to multiple organisational 
identities, The Academy of Management Review 25(1): 18. 
 
Rafferty AI (2003) Making sense of organisational change: A framework linking types of 
change to employee outcomes and leadership. Unpublished dissertation, Queensland 
University of Technology, Brisbane, Australia.  
 
Rafferty AI & Griffin MA (2006) Perceptions of organisational change: A stress and coping 
perspective, Journal of Applied Psychology 91: 1154-1162.  
 
Riketta M (2005) Organisational identification: A meta-analysis, Journal of Vocational 
Behavior 66: 358-384. 
Spector PE (2006) Method variance in organisational research: Truth or urban legend? 
Organisational Research Methods 9: 221-232. 
 
Strauss A & Corbin J (1990) Basics of Quantitative Research, Sage, Newbury Park.  
 
 13
  14
Tabachnick BG & Fidell LS (2001) Using Multivariate Statistics, HarperCollins, New York. 
Tagliaferri LE (1991) Total Quality Management Survey, Pfeffer & Company, Erlanger, KY. 
 
van Knippenberg D (2000) Work motivation and performance: A social identity perspective, 
Applied Psychology: An International Review. Special Issue: Work motivation: Theory, 
Research and Practice 49: 357-371. 
Warr PB, Cook JD & Wall TD (1979) Scales for measurement of some work attitudes and 
aspects of psychological well-being, Journal of Occupational Psychology 52: 129-148. 
Watson D & Pennebaker JW (1989) Health complaints, stress, and distress: Exploring the 
central role of negative affectivity, Psychological Review 96: 234-254. 
Williams LJ, Cote JA & Buckley MR (1989) Lack of method variance in self-reported affect 
and perceptions at work: Reality or artifact? Journal of Applied Psychology 74: 462-
468. 
 
